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Abstract 
In this paper, thesis and several articles about people examine the issue, which we briefly describe. The expressions are: 
1 –Explaining the evolution of communication and organizational learning capabilities in the mining of Iranian organizations. 
2 - Providing a model for measuring organizational learning in the construction segment of the industry. 
3 - Structural equation model for measuring organizational learning in hospitals. 
It should be noted that the based working method of this paper is the Gomez model comprehensively. 
Keywords: Learning capabilities; Organization; measuring; communication 
1. Introduction 
The concept of organization learning was initiated in 1900, when Taylor discovered the positive effect of the 
knowledge transfer on the performance and productivity improvement in the factory. Nonetheless, Cyert and March 
were the first scholars who put learning and organization together and created organizational learning phrase in 
organization literature. The growing body of organizational learning research introduces a perspective that learning 
is not only the capability of individuals; learning can also happen on a group level and is facilitated by an 
organizational climate that provides the conditions and motivation for learning [2]. Since 1990, learning has made a 
critical distinction between organizations, and then it became an essential subject and soon the  phenomenon  of  
organizational  learning  is  increasingly  becoming  a  source  of interest among researchers and practitioners [3].  
The  importance  of  the  factors  that  facilitate  Organizational  Learning (OL) has traditionally related to the 
Learning Organization (LO) literature, which mainly focuses  on  the  development  of  normative  models  for  the  
creation  of  a  learning organization [1]. So in this session OL/LO literature is reviewed. Organizational learning is 
widely discussed in the literature across a myriad of fields, ranging from patient safety in health care and military 
readiness to library effectiveness, from information systems to student learning in school systems [4]. Through 
learning, organizations can adapt to the environmental constraints, avoid the repetition of past mistakes and preserve 
crucial knowledge that might otherwise be lost [5]. OLC is multi disciplinary, so researchers look at it from different 
viewpoints, from psychological view (like Cyert and March, Daft and Weick), form sociological insight (such as 
Nelson and Winter, Levitt and March) or from the point of view of Organizational Theory (like Cangelosi and Dill, 
Senge, Huber). More recently, some authors (Grant, Lei et al) have considered learning, from a strategic perspective 
                                                          
* Hamid Tohidi 
E-mail address: H_Tohidi@azad.ac.ir 
 
Open access under CC BY-NC-ND license.
887Hamid Tohidi and Mohammad Mehdi Jabbari / Procedia - Social and Behavioral Sciences 31 (2012) 886 – 890 Hamid Tohidi / Procedia Social and Behavioral Sciences 00 (2011) 000–000 
[6]. OLC is not only multi disciplinary, but is also multi level beginning from individual level to the organizational 
level.  
 
 
In despite of much research on the concept and application of OLC, it is still ambiguous and through the years many 
authors find this concept difficult to understand and have asked for clarity [7,8]. 
2. Thesis of  Sobhani  
Sobhani, F. Movahedi in 2004 with his thesis on "the ability to explain the relationship between organizational 
learning and development of mining in Iranian organizations" under the dimensions of organizational learning 
capabilities is introduced. In this thesis, the combination of components Templeton, Lahtyn poultry and dialogue, 
organizational learning is used to measure ability. The components are in the table below. 
Table 1: Dimensions of organizational learning capability perspective  
 
Dimension Evaluation criteria 
Performance Measurement 
Develop personal goals 
Systems thinking 
Knowledge and awareness 
 
Staff awareness of environmental problems 
and opportunities of 
Staff knowledge of individual and 
organizational performance variables 
Staff awareness of inconsistencies 
Knowledge workers use their knowledge of 
Staff awareness of knowledge needed by 
future competitors, market and technology 
Staff awareness of their own needs and 
purposes 
Staff awareness of their own behavior 
Collective decision 
Dialogue 
Developing Goals 
 
Common cause 
Employee awareness of organizational goals 
and objectives 
Employee participation in decision making 
Widespread adoption of the Declaration 
Commitment of staff and vigorously to 
achieve common goals 
 
Interpersonal skills 
Patience 
Questioning skills 
Listening 
Tendency to develop desired outcomes for 
individual 
Learning through direct observation 
Critical vulnerability 
 
The idea Effective ideas  
Mental to the woods Questioning basic assumptions about competitors, customers and markets  
Learning from mistakes and failures, 
successes 
Avoid repeating the mistakes of the feedback 
error 
No fear of the wrong 
 
   
Cooperation, teamwork and group problem 
solving 
Internal nodes of the solution 
Nodes of the organizational problem solving 
Dialogue 
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3. Thesis of  Hoda Davarzani  
In 2006 Hoda Davarzani at the end of his letter to "Provide a model for measuring organizational learning in 
industrial parts of Iran," with regard to the two models proposed by Gomez and the fifth Senge commandment 
presented his model. The dimensions of organizational learning capabilities are as following. Management 
commitment, teamwork, systems thinking, shared mental models, individual capabilities and knowledge 
management (including absorption, distribution and application of knowledge). 
Table 2: Dimensions of organizational learning capability perspective  
   
Management commitment 
Management as a leader, facilitator 
 
The bureaucrats of the Organization  
Project leader of the mighty (and abilities of 
the team)  
Managers with current experimental work is 
related to their educational background  
Leaders create conditions of equality and 
ensure  
Leaders are available  
Managers do not resist change and are 
enthusiastic.  
Management involvement  
Managers to encourage people to identify the 
gap  
Managers to recruit people to fill the 
knowledge gap and encourage  
Develop new ideas and practices by staff and 
managers from all levels of competition  
Managers are looking for feedback  
General managers are made  
Managers are risky  
Managers have established a strategic vision 
about learning.  
Measure of willingness to change and 
improve  
Measure of entrusting  
It puts your program in a learning 
organization  
The feedback from employees to managers to 
decide  
How to encourage employees to innovate  
Measure the failure of the organization  
Relevance of education and occupation in 
order to increase efficiency  
 
Creating and disseminating knowledge and 
learning to share 
To share learning from mistakes and 
successes 
Employee awareness of information and 
knowledge 
Not hiding information and lessons learned 
To discuss lessons learned 
 
Not escape the lack of experimental 
approaches  Risk 
Learning from others Learning from competitors Learning of stakeholders (customers, etc.)  
Focus on systematic problem solving Avoid solving problems  Problem Solving 
The learning process 
Behavior modification based on the 
knowledge learned by 
Ideas into action 
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The desire to change managers  
Individual features 
Field staff associated with their jobs 
Gauge abilities of individual employees for 
learning and innovation 
 
Shared mental models 
Gauge the prospects 
Efforts to gauge the prospects for 
transparency 
Measure of clear vision 
 
Systems Thinking Measure of system performance Measure knowledge of the environment  
Teamwork 
Measure of flexibility in 
Teamwork is the official measure of how 
much. 
It is an informal measure of how teamwork. 
Measurement data transfer rate between the 
groups. 
Of multi-skilled teams. 
 
 
4. Thesis of  Model used by Khakfarzaee  
This study has shown that: 
Structural equation modeling and the methods are used in the previous research and the research of Richards.  
Due to the comprehensive approach being used by Gomez and colleagues in this research is the basis of this 
method. The questionnaires used by Gomez, according to the changes in Tehran is distributed among 22 hospitals 
(14 public and 8 private hospitals). 
Table 3: Dimensions of organizational learning capabilities introduced by Khakfarzaee 
Dimensions of organizational learning 
capability 
The main indicators to measure organizational 
learning The modified indices measured in the study 
Management commitment 
Staff managers frequently are involved in the 
decision making process. 
2. Teaching staff to be considered as 
investment costs. 
4. Learning capabilities as a key employee in 
the company are considered. 
5. The company's innovative ideas are 
encouraged. 
Teaching such as investor 
New method 
Cheer-up for new idea 
 
Vision system 
6. All employees have a general knowledge 
about the organization's goals. 
7. All productive sectors are aware of how the 
partnership to achieve the overall objectives. 
8. All sections are linked together in a 
constructive manner and work together in 
harmony. 
 
All of part have a general knowledge about 
the organization's goals. 
All sections are linked together 
Open space and 
Laboratory 
9. Examiner and innovation in companies as a 
way of improving business processes is 
encouraged.. 
10. And additional special experience by 
providing external resources as a useful tool 
for learning in this company are used. 
Use new method for analysis 
Use special experience  
 
Transmission and Integration Knowledge 
11. Errors and failures at every level, is 
always discussed and analyzed.  
12. Employees can participate in these ideas, 
Do not work for a common approach. 
Errors always discussed and analyzed 
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programs and activities that may be useful for 
companies to speak with other Hmd.  
13. These companies do not work for a 
common approach.  
14. The company's tools) instructions, foot 
Ygah data, files, procedures, organizational, 
etc.) even if the past has taught employees to 
be changed in the short term, remain valid.  
 
5. Conclusion 
Talented persons use learning capability to change the threats to opportunities. The learning process in organizations 
became one of the important issues and this object is so important that it had been called learning capability of the 
current century. Therefore we can consider that, as a tool by which we can improve the culture of the organizations. 
A manager can use this to overcome the current problems in this aspect. 
Nowadays many researches have been about the relationship of the learning and consequently capability and it has 
been proved that there are firm relationships between this subjects 
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